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Abstract
The beginnings of the domestic violence movement were heavily influenced by cultural
feminist thought and servant leadership styles. In recent years, more hierarchical and
professional service providers have gained ground and changed the face of service
provision, legislative efiiorts and public outreach in the domestic violence movement.
What began as a social change moyement has evolved into an institution in its own right.
This shift has caused new styles of leadership and a new paradigm to take root.
Transforming, empowering and visionary leadership, all with a base in feminism, mark
the current players. It has not been an easy transition, and the fractionirlization of services
caused by infighting has diminished the effectiveness of the movement. As the movement
to end domestic violence grows, leadership must adapt and guide their organizations with
an increasingly mission-based view. The dearth of representation of women of color in a
community growing ever more diverse must be addressed, and a holistic, macro view of
larger societal issues must be incorporated into service provision and representation.
Finally, it is inherent in the leadership to address the personal ghosts that drive
individuals and organizations in this movement, and acknowledge the perception of
power imbalance that often skews decision-making and impacts inter-organizational
collaboration.
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The domestic violence movement is a relatively young one in the United States.
Spousal and partner abuse have long been a societal problem, but it is only in the past 30
years that it has teen identified ara s,o-cial epidemic with far-reaching consequences. Th.e
domestic violence movement began in the state of Minnesota as a smal[,. grassroots
agitation for social change, growing out of sociologist Steven Buechler (1993) calls
"parent movements" such as the civit rights and women's liberation movements. What
this paper will explore is the evolution of this social change movement - founded and led
by a handful of committed women working to end domestic violence -- and the impact of
personal and organizational leadership on its development. The collaboration and rifts
between service providers, shelters and leadership on a state level has affected the
services offered to women who have been battered. The current system reveals clearly
identifiable areas of strengths and weaknesses, while new styles of leadership are
evolving. The dynamics between the key players, governmant and public stakeholders are
influenced by the history and persona experiences of the participants, and often dictate
the level of service provided to women who have been abused, their children. and the
batterers"
In order to learn more about the leadership and history of the domestic violence
movement. data was gathered through literature search and interviews. Interviews were
conducted with past and current executive directors and staffof battered women's
shelters and advocacy organizations, legislators, governmental representatives, scholars,
and tobbyists in the field. An extensive review of published literature, on.line resources,
conference and educational materials was undertaken to glve background to the
information gathered through personal and telephone interviews. (Appendix A).
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Personal philosophy, characteristics and goals heavily influence individual leadership
styles. The goal of this research was to discover how these leadership styles have shaped
the movement against domestic violence and to learn more about the experience of
leading in the movement. It takes a deliberately phenomenological point of view and
explores the experience of leadership in the domestic violence movement. According to
Max Van Manen (1990), the model of phenomenological research is "atextual reflection
on the lived experiences and practical actions of everyday life with the intent to increase
one's thoughtfulness and practical resourcefulness or tact" (Researching Lived
Experience, p.4) It is the intent of this study to provide material for such reflection on
the current leadership in the domestic violence movement in Minnesota.
Each interviewee was asked a series of questions about their personal leadership
philosophy and how they identified leadership among their colleagues. Examples of
questions are as follows:
o Can you tell me how you became involved in the domestic violence movement?
r In your opinion, who are the people that are in positions of leadership in the state's
movement today?
o What qualities make effective leaders?
. In your opinion, what are some of the strengths and weaknesses in leadership in the
movement?
o What qualities do you personally look for in leadership?
. In your opinioq what steps need to be taken in order for the domestic violence
movement to go forward?
)
Several key leaders were unavailable for interviews during the research period, and
their voices would have undoubtedly added additional clarity to this study. (Appendix B).
This research is admittedly focused on the Twin Cities metropolitan area", even thought
there are strong examples of leadership in rural Minnesota. Space does not permit such an
exhaustive study. While the inclusion of these opinions and experiences would have
provided additional comparisons, the participants cited provide suflcient information to
make possible an analysis of present leadership styles in the movement. In addition, it is
important to recognize the continuing controversy surrounding the terminology of
battering. The term "battered woman" used throughout this paper is a reflection of
literature and personal quotes encountered during researching the project. It is not the
intention of this study to validate or reject any particular terminology surrounding this
lSSUC
In order to understand where we are, we must begin with a look at where we have
been. This study will begin with a look at formative events and influences in the
movement, including the prevalence of servant leaders, and the collaborative
organizational style evinced in the leadership of early agencies. Section two will analyze
the personal leadership of one of The Minnesota Coalition for Battered Women's
(MCBW) more influential players, Cyndi Cooh and reflect on how the role of change
catalyst can move legislation forward and drive public policy. The third section examines
the merger oftwo of the areas largest battered women's agencies, how this merger is
reflective of a systemic change in organizational leadership, and how the transformational
leadership style of the two executives behind the merger have influenced and will
continue to guide this event. In the last section, the visionary and empowering leadership
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of Lupe Serrano of Casa de Esperanza. is explored, with a look at how the voices of
women of color will become vital in the future-
The Early Days of the Movement Against Ilomestic Violence
The early organizing efforts of the domestic,violence movement sprang from
significant participation of women in the civil rights movement and the anti-war
movement during the Vietnam War. Galvanized by the feeling of empowerment ofthese
early movements, women began forming consciousness-raising groups with a shared
focus on gender issues such as rape, sexual harassment in the workplace, and domestic
abuse (Frederick, 2000, The Evolution of Domestic Violence Theory and Law Reform in
the United States, p l) Feminism became a rallying cry for organizers across the country.
Feminist theory has several branches that have been identified. Christine Saulnier (2000)
writes in the journal Social Workwith Grrrups that the five branches of feminism are 1)
liberal, 2) cultural, 3) postmodern, 4) womanist, and 5) radical (Incorporating Feminist
Theory into Social Work Pracfice, p. 7). The branch most linked to the rise of the
domestic violence movement is cultural feminism. Saulnier describes this as a way to
celebrate those characteristics that stereotypically separate women from men, such as
nurturing, intuition, emotional competency and altruism. "Generally, cultural feminism
seeks to coalesce feminists and eliminate splits among women", she says (p.11). Feminist
theories became the basis for the establishment of new organizations. Some of the
hallmarks of this cultural feminism include:
l' Being committed to work that is by, for and about women.
2. Opposing the patriarchal social order of sexism that values men more than women.
3. Using volunteers as flexible, innovative staff at all levels.
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4. providing consciousness-raising as the practice for perceiving the dissonance and
shared experience of all women.
5. Advocating for the empowerment perspective as the strength and liberating energy to
assist all individuals to realize their full potential-
6. Operating under "the personal is political" process, in response to the male public
world of knowledge (Champi on, The Evolution of Organizqtional Structure in the
Ropr Crisis Movement in Minnesotafrom 1970-1990. 1994, p.l0)
In 1966 one of the first feminist organizations was formed in the United States. The
National Organization for Women (NOW) brought to the field a powerful organizational
example of women working together on gender fairness issues (Freeman, 1989, p. 5a5).
NOW became the working model for women in the parent movements who had learned
how to access funding and diversify their support base for broader appeal. Motivated by
this example, other women began organizing around issues affecting them. The influence
of cultural feminism in the organizational styles of the early movement is clear.
An interesting leadership phenomenon followed the new movement. Women with
little or no experience as leaders in the business or political community suddenly found
themselves writing grants, hiring and supervising staff, and lobbying local politicians for
policy changes. Many of the innovators during these years preferred to work
anonymously, perceiving their role as one of service to their community rather than as
leaders. This is a characteristic of the concept of servant leadership as identified by
Robert Greenleaf. Greenleaf s theory, which he first identified in 1970, is widely
accepted in today's business and social service sectors. Servant leaders, he says, are
"challenging the pervasive injustice with greater force, and they are taking sharper issue
with the wide disparity between the quality of society they know is reasonable and
possible with available resources and the actual performance of the institutions that exist
to serve society" (servant Leadership, inlnsights on Leadership, ed. by L. Spears, p. l7)
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Those individuals working in human service professions tend to display the
characteristics of servant leadership - challenging injustice and working toward a more
ideal world.
Servant leaders are often motivated by idealism, and are often plunged into decision
making and directional roles, in spite of a hesitancy to be in the limelight. In the United
States for much of this century, women have had few leadership role models and few
chances to ascend to positions of influence. Lacking examples, encouragement and
opportunity, the role of leader has not come easily to many women, for there has
traditionally been a tendency to focus on the work rather than the worker. "Many activists
don't do this work for notoriety or personal gain and therefore never recorded their names
or took credit for their work" (Santabella, 19q9, p.1)
As consciousness-raising groups led by women with strong feminist ideologies began
grappling with the problems faced by women who were abused, the first battered
women's shelter in the country, Women's Advocates, was started in St. Paul in1974.
One of its founders was Sharon Rice Vaughan. Like many ofthe early organizations
arising to address domestic violence, Women's Advocates was formed as a grassroots,
collective organization, providing shelter to battered woman and challenging a patriarchal
system that had largely ignored the issue, The early activists focused on enacting social
change as well as providing social service. The leadership style was a shared power
model of leadership, in which each woman's voice held equal weight. It was a decisive
rejection of the traditional, hierarchical organization, which represented the power system
led primarily by Caucasian men. As the organization grew, tasks became more complex,
people with different agendas became involved, and power structures within the group
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came under increased scrutiny. It soon became apparent to Vaughan that the collective
structure was not working. In an interview with Bonnie Watkins for her book In the
Company of Women (1996), Vaughan comments:
Our collective experiment at Women's Advocates didn't succeed. What
I wanted us to do was to be able to value all the work: the person who
answered the phone, the person who cleaned the toilets, and the person
who went out and raised the money. We were becoming more and more
sought out as leaders in this field. It was exploding all over the country as
shelters were stared up everywhere. We were being asked to go and speak,
but my leadership wasn't being accepted by the collective
(Watkins and Rothchild, P. 73).
The reluctance of collective systems to accept the leadership of the individual is seen
elsewhere. Other writers have chronicled the struggle of the early collective movement to
adapt to change. Sociologist Suzanne Staggenborg (1989) has compared the hierarchical
organization of the Chicago Chapter of NOW with a collective women's group Chicago
Women's Liberation Union (CLWU), and found the team management leadership style
of CWLU directly attributable to the dissolution of the group. "The informal,
decentralized structure of the now defunct CWLU, together with its ideological approactE
encouraged strategic and tactical innovation, but undermined organizational maintenance.
Chicago NOW's more formalized and centralized structure facilitated organizational
maintenance, but led to a narrowing of strategies and tactics" (Stability snd Innovation in
the Women's Movement, p. 7).
The collective, grassroots organizations like Women's Advocates that were the
bedrock of the domestic violence movement were formed in response to a perceived
patriarchal system that devalued women's participation and concerns. The early
organizers consciously moved toward a style of leadership that reflected feminist issues.
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By separating themselves from male influence and leadership, the collectives attempted
to construct a radical, revolutionary response to battering.
As the movement has grown over the years, the organizational structure, leadership
and ideology has changed. Growth led to new access to resources, personnel and an
increasingly diverse staffand volunteer base. Weaknesses in the collective style, such as
a lack of central decision-making and poor time management, hecame overwhelming
obstacles to achieving goals. Grassroots movements are good at developing innovative
strategies and garnering popular support, says Staggenborg, but they also undermine
organizational maintenance :
SMOs (social movement organizations) vary in tow important structural
dimensions: the extent to which they are formalized or bureaucratized and
the degree of centralization of power. SMOs with more formalized or
bureaucratic structures have established decision-making and operational
procedures, a developed division of labor by function, explicit membership
criteria, and formal rules governing any subunits.. . SMOs that lack formalized
structures have few established decision-making and operational procedures, a
minimal and changing division of labor, and loose membership requirements.
(p 78)
The requirements of the movement grew to the point where more traditional,
centralized leadership was necessary in order to provide the guidance and access the
resources necessary to offer services to women who had been abused. The hands-on
leadership training that accompanied the movement gave women more confidence in
their personal power. In recent years, a new leadership style has emerged, reflective of
more experience in business and politics. The social change movement begun by small
groups of women and led by an ideology to challenge male privilege and bring an end to
battering evolved into an institution backed by federal and state dollars, corporate
sponsorship, and governed by media relations, shifting legislative trends, and the vision
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of a handful of leaders. The influence of servant leadership has faded, revealing other
leadership styles at work, which will be more fully explored in the following sections.
The movement is currently in transition. In order to provide the necessary services,
educate the public, promote violence prevention in our communities and enact
institutional reform, it must adapt to the changing times and risk giving up some of its
past. Changing social systems is a painful, slow process that requires innovative thinking
and persistence. The leadership of the domestic violence movement is faced with the
daunting task of taking on the social institutions that ignore or seemingly condone
battering, challenging law enforcement, monitoring legislative and judicial responses, and
shaping public opinion; all the while they must work within a social change movement
that is undergoing a paradigm shift. Initially, the theory of victimlperpetrator, where
women are seen as victims and men as perpetrators of crimes against them, has prevailed.
Now there are new theories being presented by many in the movement that replace the
victim/perpetrator model with societal and familial system dynamics. Some of the key
players in this struggle are those working to enact legislative and policy changes at the
state capital. Two major groups are currently vying for power and seeking to capitalize
on the common ground they share.
The Minnesota Coalition for Battered Women and the Domestic Violence
Legislative Alliance
One of the best examples of the early collectives that continues to be a powerful force
for change in the state is the Minnesota Coalition for Bafiered Women (MCBW).
Founded in 1978, MCBW represents the interests of over 100 shelters, community
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advocacy programs and criminal justice reform projects throughout the state. With 80
voting members and 39 non-voting members, the Coalition develops annual legislative
agenda reflective of the priorities of its membership, advocates for system change,
gathers and distributes educational materials, and conducts media and public awareness
campaigns. "The MCBW seeks to confront the roots of violence and promote social
change - individual, institutional and cultural - to end domestic violence and affrliated
forms of oppression based on gender, race, age, affectional orientation, class and
abilities" (wrvu,.mcbn'.org, September 9, 2001). The organization has undergone several
leadership and management changes in its 23-year history. It began as a collective
organization with shared leadership in the model of Women's Advocates. Responding to
growth and an increased demand for accountability, MCBW hired an executive director
in 1984. There have been several leadership changes in intervening years, with periods of
team leadership and executive director leadership, and today MCBW continues to
incorporate its collaborative shared power approach with an executive director at the
helm. To its credit, the organization recognized the need to adapt and responded
accordingly. Journalist J. Remington wrote about organizational change in l99l: "The
amount of time involved in processing every decision was burdensome. The funding
mainstream did not understand who was ultimately responsible for running the
organization. In addition, the invisible structure of covert power in collectives began to
interfere with their smooth operation" (Th, Need to Thrive, St. Paul,, The Minnesota
Women's Press). Adopting a more centralized power structure was a natural response to
the changing climate.
l0
While its leadership style has changed, the philosophy ofthe organization has not, and
it continues to lobby for social change based on a cultural feminist model. MCBW has
advocated for women and children victims of abuse, has displayed a willingness to
confront what is viewed as a patriarchal style in the legislature and the larger social
fabric, and is the onty agency today that continues to monitor and announce domestic
homicide rates throughout the state. They focus programming on promoting leadership by
survivors of domestic violence, believing that the personal experiences of these women
brings a powerful, insightful and diverse perspective from a population that is
traditionally kept silent. In addition, they offer anti-oppression organizing workshops,
taking on the culture of sexism and repression that leads to abuse. MCBW also offers
training programs promoting the inclusion of women of color into the movement. One
criticism of the organization coming from various quarters of the movement is that the
staffdoes not have contact with battered women on a regular basis, relying instead upon
the member programs to act as a conduit forthe needs of the population. They have also
been accused of adopting, at times, a divisive, "in your face" style of communicating that
has alienated many key figures both in the legislature and in the movement at large (The
Minnesota Battered Women's Movement Conference Handbook, 1997, pp. A.a-5).
Former police lieutenant and author Richard Davis (1998) has stated, "The debate
concerning domestic violence is too often dictated and directed by those with conflicting,
emotionally held convictions" (Domestic Violence, Facts and Fallacies, p. 3).MCBW's
passionate tactics and willingness to use emotion to sway votes has earned some
detractors. Representatives of any social service agency who have a personal history with
violence communicate from a different perspective than those who are coming to the
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work from a more subjective standpoint. The history of the individuals in the domestic
violence movement impacts working relationships. It is an issue that raises high
emotional stakes. MCBW has developed a reputation as an organization that uses that
emotional level to accomplish goals in the legislature.
A major voice and coalition builder in the development of MBCW's legislative
agenda has been Cyndi Cook. A one-time volunteer in the movement, Cook first started
working with MCBW legislative and legal advocacy cornmittees. After eight years
working in direct service provision, the State of Minnesota hired her in 1996 as the
Battered Women's Program Director after working as a grant analyst for the Department
of Corrections Victim Service Unit. During the legislative year 2001, she was the
legislative coordinator and chief lobbyist for MCBW, working closely with members of
the legislature, policy analysts, and with members of the Minnesota Coalition Against
Sexual Assault (MCASA), with whom MCBW shares strategic goals. She is widely
credited for moving legislation forward, for building coalition among service providers in
the state, and for bridging gaps in ideology among agencies. Michael Paymar, State
Legislator from District 648 in St. Paul, said she was most skillful at crafting legislation
and lobbying for policy change within the movement (telephone interview, October 26,
2001). Carol Arthur, Executive Director of The Domestic Abuse Project (DAP) in
Minneapolis, says that Cook's inclusive, respectful approach to legislative lobbying was
instrumental in many of the successes of that year (personal interview, November 19,
2001). Cook's respectful collaboration is a mark of successful leadership.
Two components are necessary for effective leadership for women, according to
Smith College professor Sue Freeman (2001). "One, called consideration, is concerned
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with employee-oriented interpersonal relations, while the other, initiating structure,
centers on task accomplishment" (Women on Power, p 38) Cyndi Cook has displayed
both these characteristics in her work on behalf of MCBW in the legislature, achieving
respect among her colleagues and an impressive roster of accomplishments. Effective
leadership relies upon making a favorable impression upon stakeholders and constituents,
and Cook has built coalitions and demonstrated moderation while remaining true to her
beliefs. While she no longer works for MCBW, she can be characterized as a leader in the
domestic violence movement for her positive influence in the legislature. A good
example of Cook's inclusive approach is her decision to bring in outside agencies into the
discussion on process. In addition to working closely with MCASA' she instigated
contact with agencies with different agendas, always seeking common ground in the
drive to move legislation forward. During her last legislative session, she contacted
representatives from the Minnesota General Crime Victims Coalition, an agency with
whom MCBW had had a fractured past. Through dialogue, they found that they had more
common ground than had been anticipated. The inclusive approach is a positive working
model for practitioners that can have unexpected results, according to Cook. "ft's a good
model for meeting who you think your opposition is and just seeing how far apart we are.
To try to take the animosity out of it, to be clear about what you want, why you want it
and who you want it for. But not to assume that because someone has an opposite view
that they are necessarily an adversary" (personal interview, November 16, 2001).
Cyndi Cook can most accurately be called a change catalyst for MCBW and the
movement as a whole, insofar as she has worked towards the goal of increased protection
and more funding for services for battered women from a deeply held personal mission.
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Daniel Goleman (1998), in his bestseller Workingwith Emotional Intelligence,
characterizes change catalysts as people who have "high levels of self-confidence -
effective change leaders have high levels of influence, commitment, motivation, initiative
and optimism, as well as an instinct for organizational politics" (p. 195). Cook has shown
all these qualities during her tenure as lobbyist for the Coalition. She has demonstrated
such leadership traits as the ability to build and maintain nefworks, collaborate with
others, and articulate her vision.
Cook's ability to connect with various players is more remarkable due to the working
conditions in the legislature at the time. While working as chief lobbyist for the Coalition,
Cook encountered what sociologist Richard Gelles (1993) has referred to as a
"balkanization" of services. (Family Violence - Prevention and Treatment, p.5). This
splintering of the groups working to end domestic violence has weakened overall
effectiveness and led to competition for resources. Women seeking assistance are often
confused by they varying messages being sent by groups with different ideologies. The
feminist, grassroots ideological approach of MCBW was at times seen as antagonistic by
many in the state house. "There were those who did not want to deal with the philosophy
and personality at MCBW, [because] they did not want to toe the political line", said
Michael Paymar. Other domestic violence service providers and agencies felt that
MCBW was no longer an adequate representative voice for their concerns.
In 1997 this fracture led to the formation of the Domestic Violence Legislative
Alliance, a group of l0 agencies from across the state collaborating to bring a new voice
to the legislative process. Participating members include some of the larger agencies in
the metro area; Casa de Esperatrzar Cornerstone, DAP, Family Violence Networlq Harriet
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Tubman Center, Day One Center, and Women's Advocates, as well as organizations
from greater Minnesota like Central Minnesota Task Force on Battered Women,
Women's Center of Mid-Minnesot4 and Women's Shelter. As Carol Arthur from DAP
said, "'We recognized that we weren't doing the job we needed to do legislatively on
behalf of battered women and children...We were just responding all the time" (personal
interview, November I 9,2001). The Alliance is a loosely formed group that has hired its
own lobbying firm to represent their interests in the legislature.
The creation of a new lobbying group in the Minnesota legislature has had a
disorienting effect on the movement. While the two groups share common goals such as
the creation of standardizedbatterer's treatment programs and an increase in shelter
funding, the philosophy of the Alliance is a departure from the collective, grassroots
model of the early days. Nliance members appear to be moving away from the culturally
feminist origins of the movement. As Cook says, "[n this worlg you have to be survivor
driven. It's one of the areas where MCBW and the Alliance took a different path. The
Alliance went down the path of more professionalized social services and the Coalition
was more - keep it grassroots, keep it organizing, and still provide strong responsive
services - and how do you bring different ways of looking at the world like that
together?" (personal interview, Nov. 16,2001, edited March 7,2002).
The stakes are high. Smith College professor Susan Bourque (2001) says, "to a
remarkable extent political institutions structure public and private life as well as the
distribution of resources and opportunities. Access to leadership in those institutions'is
critisal for any group that wishes to shape the public agend a, or more particularly, wishes
to reshape the distribution of resources and public goods" (Women on Power, p. 85).
l5
Representatives from the battered women's movement in positions of leadership in the
tegislature help decide who gets funded and who doesn't, and who is most heavily
affected by legislative action. Yet even with their different approaches, Cook was able to
collaborate with Arthur and other key players to craft successful legislation during the
session. "I've had good working relationships with all of the Alliance members at
different times over the years. I don't always agree with their focus...I mean we just have
different ways of looking at the world and that makes for stronger organaing on behalf of
battered women" (personal interview, Nov.16, 2001).
As the Coalition continues to adapt to the changing economic and social times,
leadership must set an example for its staffand constituents. Writing on the challenges of
adaptive leadership in the Harvard Business Review, Ronald Heifetz and Donald Laurie
(1997) state that we cannot overemphasize the value of consultative work and
resourcefulness of problem solving. "Innovation and learning are the products of
differences", they write, and the diversity of ideas and experiences on the table ought to
be used to move forward, not seen as a stumbling block. {The lVork of Leadership,p.
128). Cyndi Cook's eflorts in the legislature required flexibility and an appreciation of
difference - skills she has demonstrated repeatedly. Her role as a change catalyst has had
some successes, but many others are involved in trying to halt violence against women.
Bringing these efforts together as a united force is a common goal for the both the
Alliance and MCBW.
Both organizations affirm the need for a statewide organizing body with gubernatorial
support. Richard Davis Errgues that the only way to unite the goals of the various players
is through a central, interagency office. "This can only be accomplished by appointing a
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single oversight domestic violence agency that will provide guidance for the myriad of
often disordered, independent, and uncoordinated agencies" (p. 117). Such an entity
would offer increased communication between organizations, shared knowledge and
resources, a higher visibility in the legislature and the public eye, and standardrzed
training for advocates and volunteers. The current state oflice representing battered
women is under the auspices of the Department of Public Safety (DPS) in the Minnesota
Center for Crime Victim Services (MCCVS). The creation of this office was seen as a
compromise in response to years of discussion on how the state could best represent
victims of battering. Organizations like MCASA and MCBW had lobbied long and hard
for the establishment of a state Violence Against Women Office with high visibility and
gubernatorial access. Cook said, "The Alliance and DPS did not support this proposal.
We compromised on the legislation creating the Interagency Task Force on the
Prevention of Domestic Violence and Sexual Assault..." (petsonal e-mait, March 26,
2002). Brought about by an edict from the Governor's office and not by consensus with
practitioners and leaders in the movement, the office was viewed with some suspicion by
service providers in the state. MCBW and MCASA saw this as a move to diminish the
voices and influences of battered women and sexual assault survivors. Cyndi Cookwas
opposed to the Governor's office unilaterally making the decision without the input of
service providers. "I was not pleased with the merger", she said, "'W'e had worked for a
long time to figure out how to come together, and they finally...did a merger by
Governor's proclamation" (personal interview, Nov. 16, 2001).
The state's current point person on issues of violence prevention is Paula Weber,
Director of Prevention of Domestic Violence and Sexual Assault. She is charged with the
t7
Herculean task of coordinating state agency responses to gender violence, building
partnerships among law enforcement, judiciary and advocacy groups, maximizing the use
of federal, state and local resources to prevent violence, and monitoring accountability of
programs, among other duties. Weher also acts as chair for the Interagency Task Force on
Domestic Violence & Sexual Assault Prevention, whose responsibilities include.
o Promoting the objectives of the office,
. Developing a strategic plan of action outlining recommendations aimed at reducing
and eliminating gender violence,
o Presenting to the Governor and State Legislature an annual report with said
recommendations, and
o Evaluating any progress made in reducing incidents of domestic violence and sexual
assault (Interagency Task Force Report, January 2001).
Working with the historical perspective of the movement in mind, the Task Force
acknowledges that the significant events of the past 30 years must be taken into account
as they develop their report.
Despite the challenges of the office, Weber is optimistic. The funding is there, she
says, from both the federal and state government, and a tremendous number of talented,
dedicated people are working to end gender violence. By acting as a voice and a resource
for all the agencies and shelters in the state, she is in a unique position to develop the
MCCVS office into the kind of representation that is called for. Currently, the office does
not directly represent the voice of practitioners to a large degree, as had been hoped for
by the Alliance and Coalition members. "A state office is an important thing", says Carol
Arthur, "they provide the forums for the exchange of ideas, the people doing the worlg
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getting information is about providing processes and conduits and systems to do it in.
That is what coalitions do, that is what a state ofiice could do. Keep the focus on the
work" (personal interview, Nov. 19, 2001). Keeping the focus on battering means being
clear that such issues as afficrdable housing, chemical dependency and education are all
related, but that funding needs to be specified for programs geared to work with victims
of violence. It is the hope of service providers and advocates that in the coming years
Weber's oflice will be a unifuing locus for the various philosophical and organizational
outlooks throughout the state of Minnesota. This sought after unity will bring more power
to ending domestic and sexual violence.
The Harriet Tubman Center and Family Violence Network Merger
Although the creation of the Office for the Prevention of Domestic Violence and
Sexual Assault has been seen as a positive step, the balkanization of services in the state
remains an obstacle to effective service provision. Various programs battle for resources,
the public eye, and for some measurable success to gauge their work. The
fractionalization of services has obscured the importance of the work being done, and
created an unfavorable public relations problem. In addition, many agencies report that
their staff spends much of its time researching and applying for grants and ensuring
funding sources, at the expense of community outreach. Programs that serve women who
have been battered are funded by the federal and state government, corporate and
foundation grants, and private contributors. The movement that began small and poor has
become a vast and multifaceted business. The passage of the Violense Against Women
Act (VAWA) by Congress in 1994 unleashed more money into the system to pay for
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increased research, services, and staff. Most, if not all, agencies now depend upon these
funding sources to keep the doors open. What began as a social change movement has
evolved into an institution. Professor Melanie Shepard of the University ofMinnesota at
Duluth who has worked extensively with the Domestic Abuse Intervention Project in
that city, says, "The grassroots movement had no formal training, there was just this
strong commitment that had great impact, and the leaders developed their own leadership
styles. There was a perception [among many of the early activists in the battered
women's movement] that once you accept public funding, you get co-opted" (personal
interview, October 22, 200 1 ).
The influense of public dollars has caused many program directors to re-evaluate their
strategy. Agitating for change from outside the institutional framework of the state has
become increasingly difficult as the movement has become part of the framework. The
dependence upon federal and state funding has placed the domestic violence movement
within the institutional setting. The state is now the driving engine for how battered
women's agencies do business, according to Ellen Pence of Pruris International and one
of the founders of the Domestic Abuse Intervention Project in Duluth. How the state is
organized to take up the people's business impacts how the domestic violence movement
organiees (from a speech given at the Praxis Conference, Minneapolis, MN, October 15,
2001). This shift in power has led some organizations to re-think their approach
Funding sources have become circumspect about the duplication of services being
offered. Responding to concerns about the stewardship of resources, Judy Doverspike,
Executive Director of the Family Violence Network (FVII{) of Washington County,
Minnesota, asked if there was a better way to streamline services and increase public
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awareness. At the same time, across the river in Minneapolis, Beverly Dusso, Executive
Director for The Harriet Tubman Family Center GilC) was also wondering about
increased visibility and efficiency (personal interview with Judy Doverspike, November
20,2001). The two instigated a series of discussions with their respective boards of
directors in 2001, and announced that fall that they would join forces to create the largest
umbrella domestic violence agency in the country. The merger is a response to the
balkanization of services, and an effort to consolidate administrative costs, strengrthen
service,, and leverage resources on the state and national level. Doverspike says the
merger is primarily mission driven; however, there are economic reasons as well. Dusso
and Doverspike head agencies where high priorities include an emphasis upon
community education and violence prevention. They are, says Doverspike, "a movement
securely operating in the context of a not-for-profit social service agency, which is
different from a grassroots coalition" (personal interview, Nov. 2A,2001). The new
agency, recently named the Tubman Family Alliance, will retain over 200 employees,
have a combined annual budget of over $8.5 million, and will serve a population of
approximately 800,000 people (HTC Volunteer Voice, Vol. 2,#?,Nov. 2001). The two
women will share leadership during the transition phase, with Doverspike acting as Chief
Transition Executive, and Dusso serving as Executive Director of the new organization.
This merger - the first of its kind in the state - has created a stir among activists in the
state. It is a prime example of how the grassroots, social change movement of 30 years
ago has evolved into a business. The two leaders are also excellent examples of the new
leadership changing the face of the domestic violence movement in Minnesota.
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Judy Doverspike comes to the movement from an administrative background in social
service. She began her current role as executive director at FVN in 1994. Her family
systems philosophy towards battering is reflected in some of the choices made in the
agencies programming. Taking all members of a family into account and working toward
healthy relationships is preventative medicine, in her view. She says that her passion is
"toward people and their potential" (Doverspike, personal interview, November 20,
2001). Her philosophy of empowering families by offering the tools for self-development
is reflected by the programmatic and leadership choices she has made as executive
director of the organization. By offering family programs such as children's support
groups, school education, dating violence education and short term crisis counseling in
addition to shelter services, the organization strives to reach all members of families
impacted by violence.
An example of the family systems outreach prograrnming implemented at F\rN is the
Supportive Alternatives for Individuals and Families (S.A.I.F.) Program. The program is
designed to "help childre4 women and their families understand and express their
feelings, reinforce healthy behaviors, and encourage healthy lifestyle choices" (Family
Violence Network 1999 Annual Report, p 6) Individual counseling and support groups
for women and children encourage new coping and problem-solving skills. This more
holistic approach to eliminate family violence is shared by Beverly Dusso at Harriet
Tubmag and is evidenced in the programming and training provided. Under Dusso's
Ieadership at HTC, the organization has begun to focus on an ecological approach to
working with domestic violence. This ecological approach, explains James Maddock,
Ph.D., in an article he recently wrote for the organization, centers on the idea that
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everything in life is a process and we must recognize the complexity of human
interaction. Identifying interpersonal and macro dynamics as a cause of domestic
violence, this philosophy treats abuse as a reflection of a larger societal issue and adjusts
programming accordingly. It is different from the approach of organizations that place
the emphasis of service on protecting the victim while punishing the perpetrator.
Doverspike and Dusso recognize different approaches in the larger domestic violence
movement and see the merger as a strategic alliance that will strengthen their ability to
act as social change agents from within the institutional framework. Both agencies are
coming into the merger from a position of financial strength and with experience in
innovative programming. The union will qualify the new organization for increased
funding and allow them to engage a larger section of the community. They will be able to
"move nationally with leadership, have a national presence, allow our research program
to grow and acquire the reputation to hire people on a certain level", according to Melissa
Peterson, Community Partnerships Manager at Harriet Tubman (personal interview,
November 20, 2001).
They dynamics of combining two ofthe largest service agencies in the state are
complex and will require strong leadership. Building confidence in staff members, the
public, funding organizations and other battered women's agencies will demand the kind
of *ansformational leadership that has already been shown by Judy Doverspike and Bev
Dusso. Transforming leadership occurs when leaders "engage with others in such a way
that leaders and followers raise one another to higher levels of motivation and morality",
says James McGregor Burns (1978) in his classic book, Leadership (p 20). It is
intellectual and emotional in nature, offering all players the opportunity and tools to
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elevate themselves to new heights. It involves a growth experience for all participants.
Bernard Bass (lgg8) elaborates on this theory in Ethics, Character and Authentic
Transformational Leadership. "Tobe truly transformational leadership, it must be
grounded in morat foundations". The four components of authentic transformational
leadership are:
. Idealized influence, or charisma - articulates vision, confidence.
o lnspirational motivation - provides followers with challenges and meaning in
engaging in shared goals.
. Intellectual stimulation - hetps followers question assumptions and generate creative
problem solving.
. Individualized consideration - provides coaching, mentoring and growth
o pportu nit ie s. (hup : {.c I s. bin ehamton. edulB asii-S-tt e id. html) .
Dusso and Doverspike will be called upon to lead by example as they craft the
specifics of the merger. Staffmembers and a broad range of stakeholders will require
the confident motivation and consideration that characterizes transformational
leadership. Daniel Goleman says that transformational leadership "goes to another
level, mobilizing people for organizational change by arousing their emotions about
the work that they do. In doing so, such leaders appeal to people's sense of meaning
and value" (p. 196). The two women will focus on modeling shared leadership to the
community. At Harriet Tubman, these steps are already in place. Staffare encouraged
to contribute ideas on program development and budget planning, to pursue
interdisciplinary learning, and provide mentorship to new employees (HTC Annual
Report, 2000, p 3) "Bev Dusso always has an open door", says Peterson, and she has
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encouraged the HTC staffto challenge their ownbelief systems as part ofthe new,
therapeutic approach. Both leaders are guiding their staffs toward the growth process
the merger will entail. They are leading their respective organizations by drawing on
what Peter Senge (1990) describes as "systems thinking" in his landmark bookThe
Frfth Disciptire. "systems thinking is a conceptual frameworlg a body of knowledge
and tools that had been developed over the past fifty years, to make the full patterns
clearer, and to help us see how to change them effectively" (p 7). By taking an
ecological view of the patterns of abuse, and adopting a "systems" approach, hoth
FVN and HTC can begin to create more encompassing responses from a stronger
base. French sociologist Emile Durkheim (1972) wrote, "To understand the way in
which a society represents itself and the world around it, we must consider the nature
of the society and not that of the individuals" (The Field of Sociolory, p. 70).Shared
phitosophy on the causes of domestic violence will assist the leadership in uniting
their teams and the community.
The personal characteristics that are the hallmark of transformational leadership -
charisma, interpersonal skills, vision, persistence and compassion - will be crucial as
the two women guide their organizations during this time of change. According to
Doverspike, leadership itself has changed: "Today leadership is no longer about
knowing what the right answer is, its about knowing what the wrong answer is and
how to network and bring together an appropriate group of people to find the right
answer. It is a movement away from traditional styles to one of strategic thinking"
(personal interview, Nov. 20,2001). This merger represents a major shift in how the
25
domestic violence movement does business, and will be watched closely for signs of
success.
The two leaders are transforming the playing field in the state of Minnesota. True
social change comes out of an environmental context where theory (function, system
dynamics), perspective (complexity), and paradigms (knowledge, assumptions) are all
chaltenged in an attempt to enact reform. (Morgan & Pike, Augsburg College class
handout, 2000). The fear of change, the fear of one agency grabbing too much power,
the fear of loss of influence are all obstacles facing the merger. The leaders' unified
vision and intelligence, ability to leverage resources and empower constituents, and
willingness to encourage participation will model the new leadership in the domestic
violence field.
Lupe Serrano and Casa de Esperanza
Other leaders in the movement are adopting this holistic, macro-societal view of
the causes of abuse. As the demographics of Minnesota have changed dramatically in
the past ten years, particularly in the metropolitan area, new leadership has arisen to
meet the needs of the immigrant and refugee community. One of those leaders is
Lupe Serrano, Executive Director of Casa de Esperanza in St. Paul. The Latino
community is rapidly becoming the largest community of color in the metro are4 and
few services for abuse victims are geared to non-English speaking women and
children.
The primary service provider for battered Latinas and their children in the state is
Casa de Esperanza. Discouraged by a lack of culturally specific services offered
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within the Latino community, Casawas established in 1982 by a group of Latinas. Its
mission is to "mobilize Latinas and the Latino communities to end domestic
violence" (Serrano, telephone interview, March 5, 2002). Originally Casa was
primarily a shelter for women and children in need of a safe place to stay. However,
the organization shifted its emphasis after conducting a strategic review in 1997.
Surveys were sent out to the staff, volunteers and stakeholders, asking a series of five
questions:
1.What are the needs of battered women and their children?
2.What are the current cultural issues involved in serving battered Latinas?
3.Who do we currently serve?
4.How Erre we doing our culrent activities?
5. What is it that makes Casa unique? (wrvu.casadeedsperanza,org, September 25, 2001)
They discovered a strong cultural reliance upon family and community in times of
need, and that the shelter was serving relatively few Latinas. The process of clarifuing
identity and questioning how best the organization could realize its mission led to
major changes. Because the shelter receives federal funding it is mandated to serve
all women on a'first come first serve'basis. Due to a variety of factors, including
cultural reluctance to go outside community for help; Latinas represented only a tiny
percentage of the clients using Casa's shelter. Often by the time a Latina arrived
there, it was full, and she was sent to other shelters where language and cultural
barriers may exist. With that in mind, the board of directors, along with senior
management and Executive Director Lupe Serrano, made a decision to re-focus
services on violence prevention and community engagement, and to re-design shelter
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services. It was a risky step for the leadership to take, but necessary if the
organieation was to stay mission-focused. Serrano's leadership has molded the
organization into one on the cutting edge of social change within the Latino
community, white she has become known by colleagues and constituents as a true
visionary leader.
Guadalupe Serrano has been involved with Casa on various levels since its
inception in the late 1g7}'s. She has served as interim executive director in the past,
and most recently took the role in 1998. She brings to the work a lifetime of
dedication to the non-profit sector, as a community organizer, teacher, and member of
a religious order (personal interview, November l, 2001). Casa began as most
domestic violence agencies did, as a collective organization with a shared leadership
model. Over the years, it has evolved to become an organization led by an executive
director, with support and guidance from a board of directors. Agreeing that the
concept of collective management is a good idea that does not work in today's
environment, Serrano admits that "you are either part of the system or you're not and
I think the movement has become part of the system" (personal interview, Nov. 1,
2001). Casa de Esperanza is developing innovative new strategies to end violence in
the community. This vision arises in response to a vacuum of services and a dearth of
voices of leadership speaking for women of color on a state level. Freeman and
Bourque write, "one of the most provocative hypotheses to emerge...is that for many
women leadership begins with an intensely experienced wrong" (Women on Power,
p 5) While the concept that women move into positions of leadership to fulfill a
need can be seen in many of the examples mentioned in this paper, Lupe Serrano's
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leadership has answered both a personal and cultural call. She is an example of what
Freeman and Bourque call reciprocal leadership, or "the dynamic set of relationships
among followers, leaders, and their mutual mission" (p. 8).
Early in our interview, Serrano identified one of the most striking weaknesses in
the domestic violence field today: the lack of services for non-English speaking
women of color in Minnesota. There are also only a handful of women of color in
leadership positions among the service providers and agencies, and those women are
primarily heading up culturally specific programs such as Asian Women United and
Women of Nations Eagle's Nest Shelter. Nthough Minnesota continues to become
more culturally diverse, women of color are not moving into positions of leadership,
in spite of the growing population of immigrants and efforts to create culturally
sensitive responses by organizations like MCBW and DAP. "All of the energy, all of
the programming, doesn't benefit communities of color, doesn't reach communities
of color...and I knowthat in the state of Minnesot4 any battered woman who does
not speak English has virtually little to no access [to services]", said Serrano
(personal interview, Nov. 1,2001).
The effort to end abuse in culturally specific contexts requires overcoming
challenges and dynamics not present in the Caucasian community. Many immigrant
families have a much stronger connection to a larger family system and to their own
community, and have less of a focus on individuality, while frequently facing
language barriers. Challenges common to immigrant communities include isolation,
affordable housing, childcare and health care, availability ofjobs and transportation,
and fear of authorities. Culturally specific services, with shared language and history,
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targetthe realities of these groups. Casa, for example, has developed a community
engagement program utilizing the enornous influence that the church has in the lives
of the Latino population. Volunteer congregation members are trained to act as
response teams to couples or individuals that are experiencing domestic ahuse,
making referrals when appropriate and naming abuse as illegal and unacceptable.
Serrano tatks about engaging Latino congregations as a matter of good sense. "'We're
putting our work into the hands of the people. We're talking about creating support
systems where Latinas live, they shouldn't have to come to Casa, from all corners of
the state, because we are one of the few domestic violence organizations in the state
for them...We need to be doing our work where the people are: in the workplace, the
home, the marketplace and church" (personal interview, I''{ov. 1, 2001).
The church response team progrim was a result of a project instigated by Serrano
called Fuerza Unida. Fuerza Unida, meaning United in Strenglh, was developed after
a series of interviews with 169 Latinas in the Phillips-Whittier neighborhood in
Minneapotis. Listening to the voices of the women in the community, hearing their
hopes, dreams, needs and concerns led to new initiatives being developed. The Casa
staffbrought together a coalition of non-profits and culturally specific social service
agencieswith key community leaders. The results of the project were new strategies
for the community to mobilize existing resourses and encourage Latinas to reco gnize
and further develop their own strengths. This type of inclusive, respectful listening to
the people most directly affected by the issues is an example of leadership as
empowerment.
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Feminist discussion of power have focused on "power to", "empowerment",
to achieve one's goals, or "shared power" to enhance another's feelings of
competence. In uddition to this interpersonal form of power, feminist theorists
have described a form of personal authority that is "the power to be self-
determining, to act rather than to reacI, to choose the terms on which to live
one's own iif*. fnis power to change, to move something, particularly oneself
could be considered a vital starting point for people who have been without
power and status, an underclass dominated by others (Freeman &
Bourque, p. l0).
For the Latina community, often dominated by others and unaccustomed to
grabbing personal power, this message of empowerment brings back the theory of
social change. It is Serrano's belief that the role of Casa is to make itself obsolete.
She hopes that the community will take overthe role of policing itself making
violence and abuse unacceptable. It is also in an abused woman's best interest to
accept responsibility for making decisions for her and her family around these issues.
A woman arrives at Casa on her own power, says Serrano. She does not need anyone
to make the decision for her, she simply needs to be given the tools to make decisions
for herself.
Researchers have identified stages of development in a woman's personal
empowerment. Insight into these patterns can help leaders make decisions better
geared to the needs of the followers. Janet Hagberg (1994) calls the early point in a
woman's journey the transition from Stage 1, or powerlessness, to Stage ?,or power
by association. It is the beginning of a personal journey of introspection and learning
to value the person you are. Women trying to leave abusive situations often show
characteristics of Stage 2. People in this stage are'*learning the ropes, trying on new
behaviors, testing assumptions. . . setting up dreams, and beginning self-exploration all
as a result of watching and working with others" (Real PoweF, p. 21).
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Leadership by empowerment is the link between these two stages. Personal
connection with an advocate, counselor or other trained individual who is asking the
right questions and giving the right support is crucial for a battered woman to make
this leap. Asking her to take responsibility for her life is a somewhat radical
viewpoint that walks a fine line of accountability. Popular belief holds that battered
women are victims of their abusers and need help. Great care must be taken not to
place blame for the abuse on the abused. While it is true that many women reach a
point of depression or fear where it is difficult for them to take control of their lives
and make decisions, the assistance necessary isn't always to be given the answer.
Providing support, options and education around what is happening in her life and her
culture can lead to personal discovery of the best solution. "Its her probleq not ours.
Our work is to facilitate, io bring together her resource base, to expand, in order for
her to deal with the problem", says Serrano, "our best work is to ensure that she
doesn't need us, but in fact she can furn to her coflrmunity, a community where she
lives and finds support" (personal interview, Nov. l, 2001).
This macro approach is similar to what Peter Senge says is one of the necessary
components of success on afly level: personal mastery. '?ersonal mastery is the
discipline of continually clarifying and deepening our personal visioq of focusing our
energies, of developing patience, and of seeing reality objectively" (p.7). This trait is
key for both the leader and the constituent in their respective interdependent roles.
Leadership is a relationship, an interdependence between personalities. Effective
leadership requires personal introspection, growth, and development; a leader cannot
share what they do not possess. Lupe Serrano displays this personal mastery, as well
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as another of Senge's components, which he calls "metanoia- a shift of mind" (p.13).
Constant learning, searching for new truths, and integrating reason with intuition
results in the insight and power to reach goals. She has initiated a new approach to
being a leader in the domestic violence movement by recognizing that the current
approach to providing service and funding to battered women's organizations,
heretofore accepted as the only way to do business, has failed within a Latino context
and is in need of new ideas and fresh perspectives. The exclusion ofwomen of color
on a leadership level, the poor service provision for non-English speakers, and the
political maneuvering that boxes up so much energy have failed to effectively change
the system.
New voices from communities of color will bring relationships between a woman
who has been abused, her family, the community and the state into perspective.
Serrano is on the cutting edge of this movement of social entrepreneurship, on a local,
national and international level. She has recently been honored with a nomination for
a coveted Ashoka Fellowship. The Ashoka Committee "searches the world for
entrepreneurs - extraordinary individuals with unprecedented ideas for change in
their communities" (www.ashoka.gtg, December 7, 2001). This international
organization recognizes the innovative work being done in communities around the
world that will result in progress toward social change, by redefining the field and
proposing systematic solutions. Lupe Serrano's efforts to eradicate violence in the
Latino community - from a grassroots base and an inclusive dialogue with
participants - is designed to change the shape of the problem. By engaging the
church, business and non-profit sectors, by helping Latinas and Latinos find their own
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answers the organization continues to create appropriate solutions. Carol Arthur at the
Domestic Abuse Project calls Serrano one of the true leaders of the movement. The
two women have formed a limited partnership to jointly provide better service to non-
English speaking women and their children. "I think Lupe is on the right track", said
Arthur, "she is working with the Latino community to get the community to say no,
domestic violence is unacceptable in our community, and to develop solutions with
and from Latinas" (personal interview, Nov. 19, 2001).
Serrano's leadership acknowledges that domestic violence does not live in a
bubble. It is part of a system entrenched on many levels. It is about power and control
and family systems. Women, particularly women of color, face loss of ability to
influence (power) when decisions regarding transportatioq child-care, employment
and health care are routinely taken out of their hands. The reality of life for many
abused Latinas is that they are often monolingual, undocumented and isolated. By
improving their options in regard to economic independence and reproductive rights,
they gain power to shape the direction of their lives and that of their families.
Francine Pickup (Ed., 2001), writes inEnding Violence Against Women: A Challenge
for Development qnd Hurnanitarian lY'ork, "An empowerment approach to training
raises women's awareness of their oppression, and allows them to identifu their own
solutions to fighting violence inside the home" (p.35). The empowerment must come
from community leadership. Lupe Serrano understands this and is acting on it in the
face of daunting obstacles. She remains optimistic.
So when you talk about leadership you are talking about risk taking,
you are talking about the ability to look beyond the status quo, you
are talking about the ability to dream and know how to actualize those
dreams, even if you don't have it laid out step by step. This is our intent,
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that we are taking the tead for how we shape our work from Latinas (personal
interview, Nov. l, 2001).
The visionary leadership of women like Lupe Serrano will continue to change the face of
the domestic violence movement. Her proactive stance and persistence, along with her
enterprising efforts and ability to inspire those around her, show her to be one of the
driving personalities in the movement today.
Concluding Thoughts
It is now more than 30 years since the beginning of the movement to end domestic
abuse. It is a movement undergoing change, buffeted by temperamental personalities and
personal grudges, propelled by passion and need, and still seeking its niche in an
American consciousness that doggedly refuses to acknowledge the pervasiveness of
domestic abuse. The visibility and recognition of gender violence as a social problem has
enabled committed individuals to organize and make progress in providing services,
enacting legislation, and challenging standards of the legal system. A variety of
leadership styles have prove efFective, many of them overlapping theories and combining
strengths, and it has been interesting to nots that as the movement has grown the
leadership styles have grown with it. Individuals and organizations have evolved from
social change agitators to participants within the established system. The grassroots,
collective organizations that characterized the early years of the movement remain potent
influences undergoing change, while new centralized, bureaucratic models of
management hring new competencies to the work. The paradigm shift from the early days
of reactive service to the current trend of proactive policy is finding more and more
adherents.
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It may be said that the very definition of feminism has changed as wel[. Cultural
feminism as modeled in the early days found its limitations as the movement grew.
Excluding men as both activists and program recipients, for example, has proven to be
disadvantageous. Yet the ideology of working on women's issues from a female
perspective has not changed. Feminism, in this sense, has grown up, It has become more
practical in the face of the realities of the business and political world we live in.
Effective leadership as demonstrated by the examples in this paper continues to rely upon
many of the characteristics of feminism - intuition, empathy, inclusion- but with a more
professional, mission-based view of the problem. The influence of feminism on the
leaders here is undeniable,, albeit in some cases more pronounced than in others. In order
for the movement to go forward in its effort to stop battering, it is necessary for all
participants to acknowledge the need for change, move on from its history, and unite in
finding creative, holistic solutions. Retired police lieutenant Richard Davis writes, "It is
time for public policymakers to understand that the solutions to domestic violence do not
lie in the interventionist and reactive policies of the criminal justice system but rather in
the effective change in the patterns of our social and cultural behavior" (p. 12).
Leadership must work collaboratively on a state and national level to challenge
entrenched belief systems. Michael Paymar says, "'We have gone as far as we can
changing law and policy development. Its time to address attitudes and practices. I'd like
to see the faith and medical communities more involved. There is still a lack of studies,
academia does not teach about family violence, even in social work murses. The next
stage of activism is to make sure that all of our institutions address this on a broader
level, not just battering" (telephone interview, Oct. 26,2007). Educational outreach and
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larger institutional changes are part of programs under development by many agencies in
the state. What is called for is the creation of a civilization of stewardship, one that
encourages ordinary people to accept the mantel of leadership. There are risks in asking
communities to accept responsibility for themselves, but the rewards can be seen in
neighborhood action and a sense of empowerment that brings control back to a grassroots
level.
While many people are uncomfortable accepting personal power, we have seen in the
history of the domestic violence movement that when people agitate for social change,
the social fabric stretches in response. Empowering the community, whether it is through
economic opportunity, building self-esteenL or ending isolation by offering options and
taking the shame out of being battered, will create this culture of stewardship. The task of
changing societal attitudes requires coordination. Overall, current leadership of the
movement in Minnesota fails to take a broad, analytical look at the interlocking problems
around violence. Personal philosophies and experience have narrowed the vision of some
activists, making it difficult to see the big picture. The changing face of the problem
requires adjustment on the part of those within the system.
Leaders in the movement often find themselves at loggerheads with one another,
suspicious of anyone with too much influence and power. This is reflective ofthe
dynamics of abuse, where there is a power imbalance in the relationship. The culture of
vistimization sometimes spills into the movement to end victimization. Only by a deep
understanding of the nature of power in relationship - whether that is an intimate,
business, political or personal relationship - can the players in the domestic violence
movement propel the work forward. Leadership requires risk-taking, decision-making
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and collaboration, and perhaps most importantly, a willingness to understand and
confront fear. The traditional victim/perpetrator roles of battering have shown signs of
reappearing in the dynamics of the movement, with one player decrying the perceived
control (in the legislature or the public eye, for example) of another. "There is room for
everyone in the movement on family violence, and everyone has a different role", says
HTC's Melissa Peterson (personal interview, Nov. 20, 2001). The power bugaboo comes
from institutional and personal insecurities. It is important to remember that the tactics
and philosophies may differ; but the mission to end domestic violence does not.
The women interviewed and highlighted in this paper - Cyndi Cooh Judy
Doverspike, Bev Dusso, and Lupe Serrano - all exhibit a heightened stage of personal
power. They also bring a strong relationship with the follower into the picture. AII use
inclusive, listening, empowering and transforming leadership to some degree - leadership
with the follower in the spotlight. Leaders in this movement interact with stafi policy
makers, law enforcement, the judicial system, the public, funding organizations, batterers,
and most importantly, the battered woman and her children. The requirements of
leadership in this field to communicate and collaborate with such a diverse gf,oup are
daunting. They must balance situational dynamics, personal mission and wisdom. It is
inherent in their role to be willing to keep the common goal in focus at all times. Only by
honest assessment of the leader's strengths, weaknesses, fears and capabilities can their
guidance be effective. And only with effective, mission-based leadership will the
movement coalesce and find its collective voice to put a stop to domestic violence.
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Appendix A
List of individuals intemiewed for this study
Carol Arthur, Executive Director, Domestic Abuse Project, Minneapolis, MN
Cyndi Cook, former legislative coordination for the Minnesota Coalition for Battered
Women, St. Pau[, MN.
Judy Doverspike, Executive Director, Family Violence Network, Lake Elmo, MN.
Pat Johnson, founding member of Cornerstone Advocacy, Bloomington, MN
Michael Paymar, Minnesota State Legislator, St- Paul, MN.
Ellen Pence, Executive Director, PRAXIS International and founder of The Domestic
Abuse Intervention Project (DAIP), Duluttr, MN.
Melissa Peterson, Community Partnerships Manager, Harriet Tubman Center,
Minneapolis, MN.
Melanie Shepard, University of Minnesota Duluth Professor of Social Work and co-
founder of DAIP, Duluth, MN.
Lupe Serrano, Executive Director, Casa de Esperalrza, St. Paul, MN.
Paula Weber, Director of the Offlrce of Domestic Violenre and Sexual Assault
Prevention, Minnesota Center for Crime Victim Service (MCCVS), Department of Public
Safety (DPS), St. Paul, MN.
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Appendix B
List of individuals not available to interuiew for this study
Karmit Bulman, Executive Director, Minnesota Coalition for Battered Women (MCBW),
St. Paul, MN.
Beverly Dusso, Executive Director, The Ha:riet Tubman Center, Minneapolis, MN.
Sheila Wellstone, wife of United States Senator from Minnesota Paul Wellstone and
nationally recognized leader on domestic violence issues.
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